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Abstract 
Purpose: This study investigates how empowering leadership and innovative 
organizational culture influence employees innovative work behavior in 
pharmaceutical companies in Karachi and examines the mediating role of 
perceived organizational support. Design/methodology/approach: A quantitative 
approach was applied using purposive sampling. Data were collected from 200 
employees through a structured questionnaire and analyzed using SMART PLS 4. 
Findings: Both empowering leadership and innovative organizational culture 
significantly enhanced innovative work behavior, while perceived organizational 
support also had a direct positive effect. However, mediation analysis showed that 
perceived organizational support did not significantly mediate the relationship 
between leadership, culture and innovative work behavior. Practical implications: 
Managers should foster empowering leadership styles and create a culture that 
values creativity, risk-taking, and collaboration to strengthen innovation. While 
organizational support remains important, leadership and culture exert a more 
direct influence on innovation outcomes. Originality/value: This study extends 
innovation literature by jointly examining leadership and culture alongside 
perceived organizational support in a developing economy context. It offers 
practical insights for enhancing innovation capacity in knowledge-intensive and 
regulated industries such as pharmaceuticals. 
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INTRODUCTION
Innovative work behavior (IWB) is fundamental to 
the success, growth, and sustainability of 
organizations, particularly in knowledge-intensive 
industries such as the pharmaceutical sector 
(Ekmekcioglu & Öner, 2024). IWB describes the 
process of developing original concepts in work 
environments that boost operational performance 
while improving competitive advantages and 
resolving workplace challenges (Puspitasari et al., 
2023). Organizations need to support employee 
innovation because it creates a competitive advantage 
in modern fast-paced business markets (Azeem et al., 
2021). The pharmaceutical sector in Pakistan's 

developing economy stands to benefit from IWB 
promotion because it generates transformative 
solutions throughout drug research and supply 
management and healthcare delivery systems. 
Research into the elements which drive and 
maintain IWB in organizations becomes crucial 
because of mounting business requirements for 
innovation-based strategies (W. Li et al., 2022). The 
research evaluates the impact of empowering 
leadership (EL) and innovative organizational culture 
(IOC) on fostering IWB within pharmaceutical 
companies that operate in Karachi Pakistan. The 
research explores POS as a mediating factor which 
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enhances the link between EL and IOC and their 
impact on IWB in organizations. Research findings 
demonstrate that leadership together with 
organizational culture determines employee 
participation in innovative behavior (Feng et al., 
2016; Wang et al., 2019).  
Research by (C. K. Echebiri & Amundsen, 2021) 
shows that the leadership style EL enhances creativity 
and innovation among employees through 
delegation of authority and autonomy and risk-taking 
support. The combination of employee decision-
making power with self-leadership opportunities in 
EL creates a setting that fosters innovative idea 
development and testing (Alhamami, 2024).  
The innovation process receives added momentum 
through an IOC because this mechanism enables 
knowledge exchange and teamwork and creates a 
receptive environment for fresh ideas (Trivedi & 
Srivastava, 2023). The pharmaceutical industry with 
its regulatory structure and research and 
development activities and technological progress 
can benefit from an IOC to transfer knowledge and 
enable cross-functional team collaboration which 
results in transformative innovation (Mondal, 2024). 
The presence of these factors by themselves does not 
guarantee the advancement of IWB.  
Workplace support perceptions among employees 
serve as a vital intermediary factor that links EL to 
IOC (Eisenberger et al., 2020). The organizational 
support created through POS makes employees feel 
valued, so they respond by engaging in proactive and 
innovative behaviors (Ashraf et al., 2022). The 
pharmaceutical industry of Pakistan requires 
additional research to understand the interconnected 
relationships between EL, IOC and POS as drivers of 
IWB. 
The relationship between leadership and culture on 
innovation receives considerable study yet research 
about POS as a mediator remains scarce, especially 
within pharmaceutical sectors of developing nations. 
Research about this topic primarily examines 
Western economies because their corporate 
arrangements along with employee expectations 
contrast substantially from South Asian market 
dynamics (Eva et al., 2019; Newman et al., 2018). EL 
and IOC have been studied independently in most 
previous research but their combined effect on IWB 
through POS remains unexplored. To boost 

employee innovation in Pakistani pharmaceutical 
companies it becomes essential to identify the 
approaches which navigate through regulatory 
barriers while managing market uncertainties and 
resource limitations. SDG 9, which focuses on 
industry innovation and infrastructure, emphasizes 
how organizations should develop creative 
technological cultures to advance their operations. 
The pharmaceutical sector develops innovative 
healthcare solutions that support SDG 3 which 
focuses on good health and well-being. The 
interaction between EL and IOC with POS to drive 
IWB provides business leaders and policymakers 
with concrete insights to develop a sustainable 
healthcare industry based on innovation. 
The study presents multiple important contributions 
that enhance existing research. First, the research 
enhances knowledge about EL and IOC and their 
relationship with IWB through the introduction of 
POS as an intervening factor. The study presents a 
comprehensive explanation of how leadership and 
organizational culture work together to affect 
innovation in pharmaceutical firms through this 
model.  
The second significance of this study is that the 
research contributes to existing literature by 
analyzing empowering leadership (EL) and 
innovative organizational culture (IOC) together 
with perceived organizational support (POS) and 
innovative work behavior (IWB) within 
pharmaceutical companies that operate in Karachi. 
Third, the study seeks to analyze how EL supports 
employee innovation despite the widespread 
hierarchical leadership practices in the area. This 
research shows pharmaceutical employees possess 
capabilities to improve IWB while an IOC functions 
to strengthen IWB. The research shows that EL 
together with IOC affects IWB through POS 
functioning as a mediator. The core objective of this 
research is to study EL and IOC effects on employee 
IWB at pharmaceutical organizations in Karachi 
while analyzing POS as a relationship mediator. 
 
1. Literature review 
Theories of leadership exist to decode and condense 
leadership complexities and effects (Dickson, 2023). 
The modern business environment requires 
leadership styles which promote employee 
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empowerment and engagement according to Jaiswal 
and Dhar (2017). Empowering leadership has 
become popular because it distributes power while 
supporting employee independence to foster 
innovation (Noureen, R. 2024). Empowering 
leadership differs from traditional models since it 
focuses on delegation and participation and 
employee support which enables workers to take 
charge of their tasks and demonstrate superior 
innovative behavior (Giang, 2019). The leadership 
behaviors identified by (Karagün, 2021) that include 
coaching and leading by example and participative 
decision-making methods boost employee motivation 
and self-efficacy. This, in turn, strengthens their 
perceived organizational support (POS) and 
commitment to the organization (Lee et al., 2018). 
The shared norms and values and beliefs of 
employees create organizational culture which 
determines their workplace behavior and perceptions 
(Akpa et al., 2021). IOC describes how well an 
organization promotes innovation through support 
for employee innovation (Ekmekcioglu & Öner, 
2024). Organizations with cultures which support 
risk-taking along with creativity and experimental 
approaches make employees view the organization as 
dynamic and future-oriented (Wei et al., 2013). 
Organizations that employees perceive as innovative 
receive better innovative work behavior from their 
staff members while also receiving more novel ideas 
(Tian et al., 2018). Studies show that organizational 
climate strength enhances employee initiative and 
creative thinking which produces better 
organizational results and market superiority (X. Li 
& Wareewanich, 2024). 
Employees determine their perception of 
organizational value for their work and well-being 
through POS (Eisenberger et al., 2020). Social 
Exchange Theory (Blau, 1964) serves as the 
foundation for POS which demonstrates that 
employee support from organizations leads to higher 
work dedication and effort (Nnedum et al., 2017). 
High levels of POS result in better job satisfaction as 
well as stronger organizational commitment and 
improved innovative behavior according to Wen et 
al. (2019). The leadership style shapes POS directly 
because supportive methods create feelings of 
organizational connection which stimulates 
employee idea sharing (Qasim et al., 2022). 

Organizations that create innovative cultures provide 
increased employee support which drives workers to 
participate actively in creative problem-solving and 
innovative projects (Nazir et al., 2019). The 
implementation of IWB requires organizations to 
develop innovative ideas which they promote and 
execute for better results (AlEssa & Durugbo, 2022). 
Research shows POS acts as a mediator which 
strengthens the connection between leadership and 
IWB since employees who experience high levels of 
value feel more comfortable taking risks and 
suggesting solutions according to (Park & Kim, 
2022). The work environment created by 
empowering leadership directly promotes IWB 
because it allows employees to be autonomous and 
creative (Nguyen et al., 2023). IOC stands as an 
essential factor which motivates employees to 
integrate innovation with their daily work duties 
according to (Sangperm et al. 2021). Organizations 
seeking to enhance IWB should prioritize 
implementing empowering leadership combined 
with innovative culture development and 
establishing clear organizational support perception 
among employees. 
 
2.1 Hypothesis development 
EL and IWB 
Modern business success depends heavily on 
innovation according to (Udagedara & Allman, 
2019). Organizations need to establish conditions 
which help their employees perform innovative work 
behaviors through leadership styles that promote 
autonomy and idea generation (Miller et al., 2020). 
Empowering leadership enables employee innovation 
through its ability to boost employee confidence 
about their ability to submit innovative solutions 
(Joo et al., 2023). 
Leaders who exhibit empowering behaviors create 
employee independence while inviting workers to 
share decisions and build their self-assurance (C. 
Echebiri et al., 2020). The leadership approach 
enables employees to obtain psychological 
empowerment which enables them to accomplish 
innovation-related duties (Bhatnagar et al., 2020). 
Leadership that connects work assignments to 
employee self-concepts through empowerment 
enables cognitive engagement which improves their 
capacity to discover issues while creating innovative 
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solutions (Han, Y. 2022)  Empowering leadership 
depends on psychological empowerment which leads 
to increased employee initiative toward process 
experimentation (Giang, 2019). 
Organizational IWB operates through three 
sequential stages including idea generation followed 
by idea promotion and ending with idea realization 
according to (Grobben, E. 2022). Workers under 
empowering leadership tend to start innovative 
problem-solving initiatives while actively supporting 
their concepts which leads to practical execution 
(Noureen, R. 2024). Empowering leadership 
approaches which grant employees decision-making 
powers produce greater IWB according to research 
findings (Khan et al., 2020). 
According to Social Exchange Theory (Blau, 1964), 
the linkage between empowering leadership and 
IWB shows alignment. Staff members view 
empowering leadership as an essential organizational 
resource which leads them to perform innovative 
behaviors that help the organization (Wang et al., 
2023). 
With regard to SET and the above theoretical 
background, we formulate the following hypothesis, 
 
H1. Empowering leadership has a significant impact 
on employees' innovative work behavior.  
 
IOC and IWB 
A shared collection of values along with beliefs and 
behaviors defines organizational culture as it guides 
employee conduct throughout the organization 
(Ouchi & Wilkins, 1985). The innovative 
organizational culture promotes IWB because it 
encourages employees to accept changes while taking 
risks and focusing on new creative ideas (Nguyen et 
al., 2023). Organizations achieve employee 
innovation engagement through their core value 
emphasis on innovation and their supportive 
experimental environment (Hartmann, 2023). 
Research has investigated how innovation culture 
affects employee creativity and problem-solving 
through their IWB since organizational culture 
drives employee behavior (Ekmekcioglu & Öner, 
2024; Harel et al., 2021). Organizations with a 
culture that promotes autonomy and knowledge-
sharing and continuous learning capabilities enable 
employees to develop and implement new ideas 

(Curado et al., 2023). Organizations achieve high 
innovation performance through their flexible 
structures and reward systems that acknowledge 
innovative work and their tolerance toward failures 
which together create an environment where 
employees feel free to take risks with experimental 
solutions (Liu, Y. 2018). 
Social Exchange Theory (Blau, 1964) explains how 
employees show gratitude through innovative 
behaviors after their organization supports them 
(Musenze & Mayende, 2023). 
This literature review led to the following hypothesis. 
 
H2. Innovative organizational culture has a 
significant impact on employees’ innovative work 
behavior. 
 
POS and IWB 
The perception employees hold about their 
organization's support represents Perceived 
Organizational Support (POS) as defined by 
Eisenberger et al. (1986). Organizations build 
employee appreciation through necessary resource 
provision and recognition and encouragement that 
strengthens both confidence and responsibility 
(Amin et al., 2024). Organizational identification 
strengthens through POS which leads employees to 
perform organizational benefit actions including 
innovation (Rhoades & Eisenberger, 2020). 
Employees need to take risks and confront standard 
practices to complete the innovation process which 
consists of three stages: idea generation promotion 
and realization (Grobben, E. 2022). Organizational 
support that employees perceive as strongly enables 
them to continue with innovative efforts despite 
facing resistance (Rai & Agarwal, 2018). The job 
resources offered by POS enhance intrinsic 
motivation which allows employees to perform 
beyond their standard duties and generate innovative 
solutions (ALDABBAS, H. 2021). Multiple studies 
have proven that positive relationships exist between 
POS and employees’ innovative work behavior (Park, 
J., & Kim, W. 2022). 
Social Exchange Theory (Blau, 1964) explains this 
connection through employee responses to 
organizational support by performing innovative 
work-based activities that drive organizational 
success. 
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This literature review led to the following hypothesis. 
 
H3. Perceived organizational support has a 
significant impact on employees' innovative work 
behavior. 
 
Mediating role of POS between EL and IWB 
Employees develop stronger belief in their ability to 
meet their work objectives when they experience 
perceived organizational support according to 
(Ekmekcioglu & Öner, 2024). The way employees 
see their organization value their work and welfare as 
part of POS leads to greater work engagement and 
organizational commitment (Kirkland, J. E. 2017). 
Employees who recognize high levels of 
organizational support tend to show extra-role 
behaviors particularly innovative work behavior 
(IWB) because they feel a responsibility to repay their 
organization through better performance (Musenze 
& Mayende, 2023). When employees detect 
insufficient organizational support, they become less 
inclined to extend themselves outside of their official 
duties (Eisenberger et al., 1997). 
The leadership style of empowerment creates an 
encouraging workplace by granting independence to 
staff members while acknowledging their 
accomplishments and enabling them to access 
required innovation tools (Gaudet & Tremblay, 
2017). Workers under empowering leadership 
develop positive views about their organization 
which boosts their innovative behavior drive (Chung, 
2017; Rhoades & Eisenberger, 2002). Leaders serve 
as vital determinants for POS because employees 
view their actions as indicators of organizational 
attitudes toward workforce members (Gojny & 
Struzyna, 2013). Leaders who put employee 

development together with ethical conduct and 
workplace wellness build a strong perception of 
organizational support among their workforce 
(Musenze & Mayende, 2023). 
The position of POS as a mediator between 
empowering leadership and IWB follows Social 
Exchange Theory (Blau, 1964) because employees 
show enhanced innovative work behavior after 
returning organizational support (Musenze & 
Mayende, 2023). 
The following hypothesis is developed with this 
theoretical context. 
 
H4. Perceived organizational support mediates the 
relationship between empowering leadership and 
employees’ innovative work behavior.  
 
Mediating role of POS Between IOC and IWB 
The innovative organizational culture (IOC) creates a 
workspace which motivates workers to share creative 
thoughts and experiment with new approaches and 
innovative concepts (Nazir et al., 2019). Employees 
develop a stronger belief in organizational 
appreciation when organizations show innovation 
value because they sense greater organizational 
support (Ekmekcioglu & Öner, 2024). 
Organizational support perceptions by employees 
become stronger when a risk-embracing culture 
allows for mistake tolerance (Xu et al., 2025). 
In accordance with Social Exchange Theory (Blau, 
1964) POS functions as a mediator between IOC 
and IWB because employees reward organizational 
support through enhanced innovation engagement. 
We formulate the following hypothesis based on our 
approach and the theoretical framework.

 
 
H5. Perceived organizational support mediates the relationship between innovative organizational culture and 
employees’ innovative work behavior.  
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Figure 1 depicts the proposed theoretical model of this study. 

 
 
Figure 1. Proposed theoretical model 
Source(s): Figure by authors  
 

2. Methodology 
Sample and Procedures 
Data was collected from employees working in 
pharmaceutical companies located in Karachi. The 
pharmaceutical industry stands as a vital economic 
sector in Pakistan since it advances innovation while 
driving development (Bontis et al., 2020). Employees 
who participate in research activities and product 
development and manufacturing functions suit the 
study of innovative work behavior (IWB) (De Jong & 
Den Hartog, 2008).  
First and foremost, we identified various 
pharmaceutical companies operating in Karachi and 
reached out to employees through official email 
communication. The online survey questionnaire 
was shared via Google Forms, while physical copies 
were also distributed for wider reach by adopting a 
purposive sampling technique. The data collection 
period spanned three months, during which 
employees were asked to complete an online or 
paper-based questionnaire. The survey introduction 
provided information about the study’s objectives 
and assured participants of their anonymity and 
confidentiality. Participation was voluntary, and 
respondents were informed that the data would only 
be used for academic research.  
A total of 200 questionnaires were distributed, and 
responses were collected for analysis. Demographic 

details of the sample showed that 61% (n = 122) of 
respondents were female, while 39% (n = 78) were 
male. The age ranged from 21 to above 50 years, 
with the majority (72.5%) falling within the 21-30 
age range. Additionally, 64.5% of respondents had a 
bachelor’s degree, and 35.5% held a master’s degree. 
Participants’ mean organizational tenure was 
approximately 7 to 18 months, with tenure ranging 
from less than six months to over five years. 
 
Measures 
All measures used in this study were originally 
developed in English and have been validated in 
prior research. The study employed a survey-based 
methodology, utilizing a five-point Likert scale (1 = 
strongly disagree to 5 = strongly agree) for all 
variables, except for the dependent variable, which 
was measured on a scale from 1 = never to 5 = 
always. 
Empowering Leadership (EL). The independent 
variable, empowering leadership, was measured using 
a 12-item scale developed by Ahearne et al. (2005). A 
sample item includes: “My leader encourages me to 
develop my skills.” Cronbach’s α coefficient for this 
scale was 0.912. 
Innovative Organizational Culture (IOC). The 
second independent variable, innovative 
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organizational culture, was assessed using Wallach’s 
(1983) 8-item scale. A sample item includes: 
“Innovation is a core value of my organization.” 
Cronbach’s α coefficient for this scale was 0.816.  
Perceived Organizational Support (POS). The 
mediating variable, perceived organizational support, 
was assessed using Eisenberger et al.’s (1997) 8-item 
scale. A sample item includes: “My organization 
values my contributions to its success.” Cronbach’s α 
coefficient for this scale was 0.828. 
Innovative Work Behavior (IWB). The dependent 
variable, innovative work behavior, was measured 
using a 10-item scale by De Jong & Den Hartog 
(2010). A sample item includes: “I generate creative 
ideas at work.” Responses were recorded on a five-
point frequency scale ranging from 1 (never) to 5 
(always). Cronbach’s α coefficient for this scale was 
0.764. 
In addition to the main study variables, demographic 
information was collected, including age, gender, 
educational level, and organizational tenure, 
following the approach of Ekmekcioglu & Öner 
(2024). 
 

3. Results  
Measurement Model 
In the PLS-SEM approach, it is essential to validate 
the outer measurement model before analyzing the 
inner model. Thus, our research model’s content, 
convergent and discriminant validity are analyzed for 
validation of the outer model. 
 
Convergent validity 
Convergent validity was assessed by examining factor 
loadings, composite reliability (CR), and average 
variance extracted (AVE). All factor loadings were 
significant (p < 0.001) and exceeded 0.70. The CR 
values for all constructs were greater than 0.70, and 
the AVE values exceeded 0.50, confirming adequate 
convergent validity. Table 1 confirms strong 
convergent validity, with AVE values surpassing 0.5. 
Furthermore, CR values above 0.6 validate reliability 
of all constructs used in the research model, meeting 
the standards for internal composite reliability. 
Figure 2 illustrates the measurement model between 
the EL, IOC, and IWB which further depicts the 
mediation activity of POS between EL and IWB and 
IOC and IWB. 

  
Table 1. Convergent Validity and Reliability 

Constructs Items Loading P-values Composite 
reliability 
(rho_a) 

Composite 
reliability 
(rho_C) 

Average 
Variance 
Extracted 

(AVE) 

 EL1 0.697  0.920 
 

0.928 0.589 
 
Empowering 
Leadership 

EL10 0.824 0.000 
EL11 0.857 0.000 
EL12 0.882 0.000 
EL3 0.786 0.000 

 EL4 0.782 0.000 
 EL5 0.792 0.000 
 EL6 0.724 0.000 
 EL7 0.672 0.000 
Innovative 
Organizational 
Culture 

IOC3 0.786 0.000 0.830 0.869 0.571 
IOC5 0.713 0.000 
IOC6 0.807 0.000 
IOC7 0.733 0.000 
IOC8 0.736 0.000 

Innovative Work 
Behavior 

IWB5 0.751 0.000 0.811 0.864 0.682 
IWB7 0.900 0.000 
IWB8 0.766 0.000 
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IWB9 0.723 0.000 
Perceived 
Organizational 
Support 

POS1 0.763 0.000 0.852 0.879 0.598 
POS2 0.570 0.000 
POS3 0.790 0.000 
POS4 0.825 0.000 

 POS8 0.879 0.000 
Source(s): Table by authors 
 

Figure 2. Measurement Model 
Source(s): Figure by authors  
 
Discriminant validity 
The validity in this research study is evaluated using 
the Fornell-Larcker method to calculate and analyze 
discriminant validity. Discriminant validity 
determines whether constructs which are expected to 
be unrelated are certainly distinct. This method 
utilizes the AVE values by relating the square root of 
each construct’s AVE with its connections with other 

constructs to ensure it is higher (Fornell & Larcker, 
1981). The square root of AVE for each construct 
was higher than its correlation with other constructs, 
establishing discriminant validity (Fornell & Larcker, 
1981). The values presented in table 2 verify that 
discriminant validity of this research model is highly 
significant. These results establish the measurement 
model’s reliability and validity. 
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Table 2. Discriminant Validity by Fornell-Larcker Method 
 EL IOC IWB POS 
EL 0.768    
IOC 0.319 0.756   
IWB 0.585 0.104 0.826  
POS 0.523 0.325 0.424 0.773 
Note(s): EL= Servant Leadership, IOC= Innovative Organizational Culture, POS= Perceived Organizational 
Support; IWB = Innovative Work Behavior  
Source(s): Table by authors 
 
Structural model and Hypotheses Testing 
Following validation of the measurement model, the hypotheses were tested using the PLS-SEM technique. Table 3 
presents the hypothesis testing results. 
The findings indicate that empowering leadership (β = 0.503, p < 0.001), innovative organizational culture (β = 
0.252, p = 0.050), and perceived organizational support (β = 0.274, p = 0.023) significantly influence innovative 
work behavior, confirming hypotheses H1, H2, and H3. However, the mediation analysis reveals that perceived 
organizational support does not mediate the relationship between empowering leadership and innovative work 
behavior (β = -0.079, p = 0.127) or innovative organizational culture and innovative work behavior (β = -0.034, p = 
0.176), leading to the rejection of hypotheses H4 and H5. Figure 3 shows the structural equation model between 
empowering leadership (EL), innovative work behavior (IWB) and innovative organizational culture (IOC), 
innovative work behavior (IWB) with the mediation analysis of perceived organizational support (POS) between 
EL & IWB and IOC & IWB.  
 
Table 3.  Hypotheses Testing 
 Hypotheses Estimates SD T-Values P-Values Decision 

H1 EL -> IWB 0.503 0.114 4.407 0.000 Accepts 

H2 
H3 

IOC -> IWB 
POS -> IWB 

0.252 
0.274 

0.129 
0.120 

1.961 
2.279 

0.050 
0.023 

Accepts 
Accepts 

H4 EL -> POS -> IWB -0.079 0.052 1.525 0.127 Rejects 

H5 IOC -> POS -> IWB -0.034 0.025 1.355 0.176 Rejects 

Note(s): EL= Servant Leadership, IOC= Innovative Organizational Culture, POS= Perceived Organizational 
Support; IWB = Innovative Work Behavior  
Source(s): Table by authors 
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Figure 3. Structural Equation Model 
Source(s): Figure by authors 
 
5. Conclusion 
5.1 Discussion 
Innovation plays a crucial role in sustaining 
competitive advantage, particularly in dynamic 
industries like pharmaceuticals (De Jong & Den 
Hartog, 2008). Organizations must foster an 
environment that encourages employees to engage in 
innovative work behaviors (IWB), which include idea 
generation, idea promotion, and idea 
implementation. This study examined the impact of 
empowering leadership (EL) and innovative 
organizational culture (IOC) on IWB while also 
exploring the mediating role of perceived 
organizational support (POS). 
The findings indicate that both EL and IOC 
significantly contribute to fostering IWB. This aligns 
with previous research that emphasizes the 
importance of leadership in empowering employees 
to think creatively and take initiative (Ahearne et al., 
2005). An empowering leader encourages employees 
to develop skills, take ownership of their tasks, and 
contribute new ideas, leading to increased 
innovation (Bontis et al., 2020). Additionally, an 
innovative organizational culture fosters an 
environment where creativity is valued, which 
motivates employees to engage in innovation-related 
activities (Wallach, 1983). 
However, contrary to expectations, POS did not 
mediate the relationship between EL and IWB or 

IOC and IWB. While organizational support is 
generally associated with higher levels of innovation 
(Eisenberger et al., 1997), its non-significant 
mediation suggests that leadership and culture might 
have a more direct impact on IWB. This may be due 
to employees perceiving innovation as an intrinsic 
job requirement rather than something contingent 
on organizational support. Previous studies have 
found mixed results regarding the mediating role of 
POS, suggesting that other factors, such as job 
autonomy and psychological empowerment, may 
play a stronger role in influencing IWB 
(Ekmekcioglu & Öner, 2024). 

These findings contribute to the understanding of 
how leadership and organizational culture shape 
employees’ innovative behaviors. Organizations must 
recognize that leadership and culture alone can 
significantly drive IWB, but additional factors may 
be needed to enhance the perceived support’s role in 
innovation. 

 
5.2 Theoretical Implications 
This study adds to the existing body of knowledge on 
innovation management by highlighting the direct 
impact of EL and IOC on IWB while challenging the 
mediating role of POS. Unlike prior research that 
suggested POS as a key driver of employee 
innovation (Eisenberger et al., 1997), our findings 
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suggest that leadership and culture may have a more 
immediate and dominant influence. 
Furthermore, the study reinforces the applicability of 
leadership and organizational culture theories in 
understanding workplace innovation. The findings 
support Ahearne et al.’s (2005) model of 
empowering leadership, which emphasizes skill 
development and autonomy as critical for fostering 
innovation. Additionally, Wallach’s (1983) concept 
of an innovative organizational culture is validated in 
this study, emphasizing that a workplace 
environment that values creativity encourages 
employees to take initiative in generating and 
implementing ideas. 

These insights offer a refined perspective for 
researchers studying innovation management, 
particularly in developing economies like Pakistan, 
where organizational structures and cultural contexts 
may differ from Western settings. Future research 
should further investigate the interplay between 
leadership, culture, and other psychological variables 
influencing IWB. 

 
5.3 Managerial Implications 
For managers in the pharmaceutical sector and other 
knowledge-intensive industries, this study 
underscores the importance of fostering an 
empowering leadership style and cultivating an 
innovative organizational culture. Leaders should 
focus on encouraging employees to take ownership 
of their work, develop their skills, and engage in 
creative problem-solving. Providing autonomy and 
recognizing employees’ contributions can 
significantly enhance IWB. 
Organizations should also work toward embedding 
innovation into their culture by reinforcing values 
that encourage experimentation and creativity. 
Policies and practices should support employees in 
taking calculated risks and proposing new ideas. 
Training programs, mentorship initiatives, and 
innovation-focused incentives can help sustain a 
culture where IWB thrives. 
Although POS did not emerge as a significant 
mediator, organizations should not disregard the role 
of support systems. Providing employees with 
adequate resources, recognition, and growth 
opportunities can still enhance overall job 
satisfaction and motivation. Managers should ensure 

that employees feel valued, even if their innovation-
related behaviors are primarily driven by leadership 
and cultural influences. 

 
5.4 Limitations and Future Research 
This study has certain limitations that should be 
considered when interpreting the findings. First, the 
study was conducted in the pharmaceutical sector in 
Karachi, Pakistan, limiting its generalizability to 
other industries or regions. Future research should 
examine different industries and geographic 
locations to gain a broader understanding of the 
factors influencing IWB. 
Second, this study employed a cross-sectional 
research design, capturing data at a single point in 
time. A longitudinal study could provide deeper 
insights into how leadership, culture, and 
organizational support influence IWB over time. 
Additionally, the reliance on self-reported data may 
introduce common method bias, even though 
statistical tests were performed to minimize this risk. 
Future studies should also explore other potential 
mediators or moderators, such as job autonomy, 
employee motivation, or organizational learning 
culture, which may further explain the relationship 
between leadership, culture, and IWB. Investigating 
these variables can provide a more comprehensive 
understanding of the mechanisms driving innovation 
in the workplace. 

Despite these limitations, this study contributes 
valuable insights into the role of leadership and 
culture in fostering IWB. By refining innovation 
management strategies, organizations can create 
environments that empower employees and sustain 
long-term innovation. 
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